Building principals, as well as most educators, are typically satisfied with their overall jobs. However, some specific aspects of work are not rated as favorably as others. This study investigated the relationship of factors, such as gender, size of enrollment, and years of experience, to principalship job satisfaction. A survey sample of American midwestern elementary, middle, and senior high school principals responded to the Principals Job Satisfaction Survey (PJSS). The PJSS was based on Herzberg's Motivation-Hygiene Theory. Eight components of job satisfaction were compared with four principalship descriptive variables. PJSS was mailed to 500 principals and 226 survey forms were returned and useable, which resulted in a 45.2 percent return rate. Chi-square analyses revealed the relationships and differences between the independent and dependent variables. It was found that American midwestern principals were generally satisfied with their current job, colleagues/co-workers and level of responsibility. However, they were less satisfied with their pay, opportunities for advancement, and fringe benefits.
The challenges of the principalship are extensively documented and widely reported. Mackler (1996) reports that respect, recognition, and rewards of the job are critical in effective work relationships. It has also been reported (Lawler, 1986 ) that motivation and performance are strongly associated with delayed satisfaction. However, role ambiguity results in job dissatisfaction and lowered selfesteem (Kaiser, 1992) . In fact, French and Caplan (1973) found that individuals who experience conflicts in role responsibility are more likely to have cardiovascular heart disease. Boone (1978) found that the job characteristics most closely associated with job satisfaction were feedback, variety, autonomy, participation and role conflict. McKee (1991) reports that the leadership style of supervisors made a difference in faculty job satisfaction. Supervisors with high relationship behavior strongly affect employee job satisfaction in the areas of self-esteem, development opportunities, accomplishment, job expectations, respect, and fair treatment, amount of supervision, informed in job, and participation.
Motivation as a factor
Motivation has been identified as an important component of job satisfaction. Herzberg's Motivation-Hygiene Theory is classified as one of the content theories of motivation. Others in this category include Maslow's Hierarchy of Needs and Alderfer's ERG theory of existence, relatedness, and growth. There are generally three major criticisms directed to these theories: 1 there is scant empirical data to support their conclusions; 2 they assume employees are basically alike; and 3 they are not really theories of motivation at all, but rather theories of satisfaction (Hansom, 1996, p. 205 ).
Herzberg's two factor theory has been reviewed by House and Wigdor (1967) , who have identified four criticisms of the model. First, it is methodologically bound in identifying critical incidents of satisfaction and dissatisfaction. Second, raters are required to evaluate behaviors of respondents, which may result in rater contamination. Third, the research lacked a measure of overall satisfaction, and finally, situational variables were not treated in defining the relationship between satisfaction and productivity. Other authors have also been critical of Herzberg, these include Nadler and Lawler (1979) , who contend that Herzberg makes the following erroneous assumptions about his MotivationHygiene Theory:
• all employees are alike;
• all situations are alike; and • there is one best way.
Regardless of these criticisms, content theorists such as Herzberg have made a significant contribution to the discussion of job satisfaction. Herzberg (1959 Herzberg ( , 1966 has conducted studies of job satisfaction of workers in a variety of settings. His two-factor approach, MotivationHygiene Theory, contends that there are elements within the job and job environment which lead to satisfaction or lack of satisfaction. It is his belief that the intrinsic components, or job content, lead to worker satisfaction, and there are extrinsic components, or job environment, which detract from satisfaction. The motivation factors are listed as satisfiers, so-called because they prompt us to higher levels of performance. The hygiene factors, borrowing from the medical term which prevent us from optimum performance, are called dissatisfiers. Herzberg identifies the following five items as satisfiers: 1 achievement; 2 recognition; 3 work itself; 4 responsibility; and 5 opportunity for advancement.
He lists the following as dissatisfiers:
• company policy; • supervision; • salary; • interpersonal relationships; and • working conditions. While most of Herzberg's work was carried out in the industrial setting, several studies have been completed in education. The Motivation-Hygiene Theory was the focus of three studies of job satisfaction of school principals. The purpose of each study was to determine if the intrinsic factors indeed contributed to job satisfaction. All three research projects confirmed Herzberg's claims that achievement, recognition, advancement, need for autonomy, and selfactualization were the major factors in motivating principals to perform at their maximum levels, thus leading to high degrees of job satisfaction. Significant job dissatisfiers were found to be personal life, supervision, relationships with superiors, relationships with subordinates, and relationships with peers. These studies were conducted by Gross and Napior (1967) , Anton (1974) and Schmidt (1976) .
Job satisfaction factors
Central office supervisors were asked to list two experiences -one that led to extremely good feelings about the job and another that led to extremely bad feelings. These were classified into dissatisfiers ("the winter") and satisfiers ("the warm") by Crews (1979) . The two main sources of job dissatisfaction were interpersonal relations and school policy. The top two satisfiers were achievement and recognition.
One of the few national studies of job satisfaction of school superintendents was conducted by Chand (1982) . The results revealed a strong positive correlation between job satisfaction and feelings concerning the superintendent's status in the community, a sense of achievement in the profession, and the prospects of contract renewal. Chand also found that 83 percent of the respondents reported high overall satisfaction, and 73 percent would choose the superintendency again if given a choice.
In a related study of superintendents (Graham, 1985) , 75 percent of the subjects would choose the superintendency again. Comparing relatively new administrators (three years of experience or less) with veteran superintendents (15 years or more), it was discovered that the more experienced school leaders were significantly more satisfied with their co-workers and pay. The inexperienced superintendents were significantly more satisfied with opportunity for promotion. Overall, the respondents reported high levels of satisfaction in all areas.
The gender factor
World wide women earn only about twothirds as much as men (Womens International Network News, 1991) . However, women managers are gaining ground. For example, women management accountants are beginning to crack the "glass ceiling" (CPA Journal, 1996) . In contrast, Simpson (1995) reports that women holding the MBA degree continue to be less successful than are men in regard to salary and career advancements.
However, significant changes have occurred in the workplace in the 1980s and 1990s. Gains by women have paralleled change in workplace culture where the individual's esteem and needs are attended to more closely (Gibbs et al., 1995) . Women approach management differently than do men. For example, women "bring concern, nurturing and caring to the workplace" (Women in Business, 1997) . Burke and McKeen (1994) report the following success factors for women in the early stages of their management careers:
• access to education and development training; • development of mentors and sponsors; and • the level of challenge and demands related to home and family responsibilities.
Unless these factors are attended, women tend to experience less job satisfaction than do men (Wingard and Patitu, 1993 
The study
The definition of job satisfaction used in this study was: "An affective response by individuals resulting from an appraisal of their work roles in the job that they presently hold" (Glick, 1992 ). An eight-item survey, the Principals Job Satisfaction Survey (PJSS), was developed to identify the level of job satisfaction of American midwestern public school principals for the following factors: colleagues/co-workers; the job you currently hold; level of responsibility; opportunity for promotion/advancement; pay; working conditions; fringe benefits; and your supervisor. The responding principals indicated their level of satisfaction for each of the eight factors by marking on the following scale: (A) very satisfied, (B) satisfied, (C) neutral, (D) dissatisfied, and (E) very dissatisfied. For ease of analysis the "A" and "B" scales were collapsed in one scale, "satisfied"; and the "D" and "E" scales were collapsed in to one scale, "unsatisfied". This resulted in a three category scale for data analysis and interpretation, satisfied, neutral, and unsatisfied. The PJSS was mailed to American midwestern 5 percent) . The number of years of principalship experience was also studied: 47 had held a principalship for "0 to 3 years" (20.8 percent); 67 held for "4 to 8 years" (29.6 percent); 48 held for "9 to 14 years" (21.2 percent); and 64 held for "15 or more years" (28.3 percent). Finally, the building size (i.e., number of students enrolled) for the principalships was determined: 62 held principalships in buildings with "250 or less" students (27.4 percent); 85 with "251 to 550" students (37.6 percent); and 79 with "above 550" students (35.0 percent). The typical respondent in this study was a male between the ages of 41 and 50, working in a building with an enrollment of 251 to 550 students. He has a total of between four and 
Results of the study
A review of the data show that the responding principals were generally satisfied with their current job (92.9 percent), colleagues/coworkers (91.2 percent) and level of responsibility (88.9 percent) (see Table I ). Further interpretation of this table has revealed that the principals in this study were generally less satisfied with their pay (60.2 percent), opportunities for advancement (61.5 percent), and fringe benefits (67.7 percent). Additional elucidation of the findings was attained through the use of Chi-square analysis. These computations identified statistically significant relationships in seven of 24 comparisons. These are notable exceptions that may lead to interesting discussions. For ease of interpretation, four separate tables were constructed for data display. The findings are discussed below.
As shown in Table II , three significant relationships were found. First, a greater percentage of principals (98.8 percent) in mid-size schools were more satisfied with their current job than those principals from smaller (87.1 percent) or larger schools (93.7 percent). Second, principals in smaller schools (43.5 percent) were less satisfied with their pay than principals in mid-size (69.4 percent) and larger schools (63.3 percent). Likewise, principals in smaller schools (59.7 percent) were less satisfied with their supervisors than principals in mid-size (81.2 percent) and larger schools (70.9 percent). A comparison of building educational level and the PJSS factors yielded the following results (see Table III ). Principals in middle schools (90.9 percent) and junior and senior high schools (90.9 percent) were less satisfied with their colleagues/co-workers than principals in elementary schools (92.3 percent) and other schools (97.7 percent). This was the only significant relationship for the building level descriptor.
When the gender descriptor was studied (see Table IV ), two significant relationships were found. First, male principals (63.0 percent) were more satisfied with their pay than female principals (53.0 percent). This same finding was observed for satisfaction for fringe benefits. Female principals (61.4 percent) were less satisfied with their fringe benefit package than were male principals (70.3 percent).
The final study was concerned with relationships of PJSS factors with years of experience, as shown in Table V . Again, two significance relationships were found for this What have we learned?
The following conclusions about American midwestern principals' job satisfaction appear to be warranted from the findings reported above.
• American midwestern principals were generally satisfied with their current job, colleagues/co-workers and level of responsibility. However, they were less satisfied with their pay, opportunities for advancement, and fringe benefits.
• American midwestern principles in midsize schools were the most satisfied with their current job.
• However, American midwestern principals in smaller schools were the least satisfied with their pay, fringe benefits, and supervisor.
• Principals in middle schools and junior and senior high schools were the least satisfied with their colleagues/co-workers.
• American midwestern female principals were less satisfied with their pay and fringe benefit package than were male principals. • American midwestern principals with moderate experience were the least satisfied with advancement opportunities, whereas, principals with fewer years of experience were less satisfied with their pay.
Educational management implications
The school principalship has been described as the most difficult middle management position in America. In light of this fact, American school superintendents should recognize that their building principals have need for increased pay and fringe benefits, especially female principals; and increased opportunities for promotion and advancement. There should also be increased recognition on the part of superintendents that relationships between building principals and their supervisors need to be improved.
